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  This study examines the male and female employee’s ideas about the organizational barriers to 
women's occupational promotion to management level in the organization of Education and 
Training in Khuzestan province. In this regard, with study of identified population, hypothesis 
was formulated and questionnaires with a five-item Likert scale and method of Cronbach's 
alpha reliability coefficient were adjusted. Questionnaires were distributed among 300 of 
employees, whose educations were beyond associate degree, including teaching and 
administrative staff. Due to incomplete or non-completion of questionnaires, statistical 
operations have been carried out on 288 questionnaires. Data were analyzed using SPSS 
software. The research method in this survey was descriptive in which all hypotheses, that had 
0.05 level of significance, were confirmed. Finally, the results showed that there were 
relationships between institutional barriers and women's occupational promotion to 
management’s levels. Furthermore, female staff had higher evaluation of the effect of 
organizational barriers to women's occupational promotion to management’s levels than other 
group. Finally, practical suggestions and recommendations to promote women's occupation to 
management’s levels were presented in this paper.  
        © 2014 Growing Science Ltd.  All rights reserved.
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1. Introduction 
 
During the past two decades, there has been an increasing trend on rate of educated women. They 
look for jobs and interested in participating in social, political, economic and cultural activities.   
Recently, some researchers have been interested in the issue of women's employment and obstacles in 
their vocational promotion. This has created motivation to investigate one of the critical issues in 
human resources, which is women’s occupational promotion to management’s levels in the 
organization of education and training in Khuzestan province located in south part of Iran. Presently, 
women are accounted as a significant portion of human resources of this province. In this regard, any 
investigation associated with occupational development and job promotion of this large group would 
be an interesting area of research.  1
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Table 1 demonstrates the summary of frequency along with Chi-Square test associated with different 
questions of the survey. 
Table 1 
The summary of statistical observations 
Questions statistics  options  mean  Chi 
square 
Significance 
level  Very low  low  average  high  Very high 
1  abundance  28  42  68  74  74 3.43  13.85  0.0001 
percent 9.8  14.7  23.8  25.9  25.9 
2  abundance  15  29  54  68  117 3.86  110.9  0.0001 
percent 5.3  10.2  19.1  24  41.3 
3  abundance  24  89  76  64  34 2.98  53.15  0.0001 
percent 8.4  31  26.5  22.3  11.8 
4  abundance  21  55  90  71  48 3.25  46.77  0.0001 
percent 7.4  19.3  31.6  24.9  16.8 
5  abundance  35  60  80  74  36 3.06  30.73  0.0001 
percent 12.3  21.1  28.1  26  12.6 
6  abundance  32  60  91  61  42 3.07  35.5  0.0001 
percent 11.2  21  31.8  21.3  14.7 
7  abundance  27  35  50  82  90 3.61  55.4  0.0001 
percent 9.5  12.3  17.6  28.9  31.7 
8  abundance  25  40  85  80  56 3.36  45.92  0.0001 
percent 8.7  14  29.7  28  19.6 
9  abundance  26  44  76  73  64 3.37  31.71  0.0001 
percent 9.2  15.5  26.9  25.8  22.6 
10  abundance  13  46  72  89  66 3.52  59.21  0.0001 
percent 4.5  16.1  25.2  31.1  23.1 
Total  abundance  248  500  742  736  619 3.34  297.93  0.0001 
percent 6.8  6.17  1.26  9.25  8.21 
 
3. The results 
As it can be observed in Table 1, for all the questions concerning the relationship between 
organizational barriers and women's occupational promotion to higher levels of management, 
frequency of options for medium to high and higher was greater than the frequency of moderate or 
low options. The difference between the frequencies is statistically significant (p=0.0001 and 
2 
=297.93). Therefore, the main hypothesis is confirmed. In other words, there is a significant 
correlation between the organizational barriers and women's occupational promotion to levels of 
management.  
 4. Conclusion 
According to the results of hypothesis testing, there is a significant correlation between organizational 
barriers and women's occupational promotion to management levels (p=0.0001 and 
2  =297.93). 
Thus, the organizations are effective in women's promotion in their work. Each organization in order 
to succeed should use all its existing expertise and employees.  There is no difference whether women 
have this expertise or men. It is needed to remove organizational barriers in the way of women’s 
progress and promotion in their jobs and organizations should experience passing through the “glass 
ceiling”. There is a significant correlation between negative attitude of the managers towards female 
manager and their occupational promotion to management’s. Organizations should have a positive 
view towards women's abilities in order to pave the way for women in their promotion to higher 
levels of management. There is also a significant correlation between female’s access to unofficial 
information network and their occupational promotion to management’s. In other words, one of the 
important factors in women’s job relating to promotion is their access to unofficial information 
networks. These informal information networks are effective factors in the organizational promotion.   1506
Access to information is a very fundamental and crucial factor in progress of all people, including 
women. When women are deprived of unofficial networks of information, their chance for obtaining 
managerial position will be reduced. Difference between male and female employee’s evaluation of 
the effects of organizational barriers in job promotion is also another result of this survey. In other 
words, female employee had higher evaluation of the organizational barriers to women's occupational 
promotion to levels of management in compare with male employees. 
There were also significant differences between married and single employee’s evaluation about the 
effects of organizational barriers to female’s job promotion. In other words, single employee had 
higher evaluation of organizational barriers to women's occupational promotion to levels of 
management in compare with married employee. It is worth mentioning that employees with 1 to 5 
years of work experience had higher evaluation of the organizational barriers to women's 
occupational promotion to higher levels of management. 
The organization’s human resources system must consider two things: first, it should pay attention to 
female education in management skills, and for this purpose, a special training center to teach women 
to develop management skills should be established. In addition to management skills trainings, 
personality skills such as confidence, analytical and critical-thinking skills, macro views, ambition, 
independence and assertiveness should be taught to women. In this way, using qualified instructors 
and consultants with management experience in the education and rehabilitation of female employees 
should be considered. Through these specialized trainings, professional conduct is strengthened in 
women. Another suggestion to the department of human resources is that they should emphasize on 
meritocracy system and its application in a way that in recruitment, appointment, promotion, and 
career points, the criterion of meritocracy is only considered. Organization should not consider 
gender as an eliminating factor in their professional selection. Organizational environment must also 
acknowledge the presence of women in management positions. In order to achieve this purpose, 
organizations should not hesitate to offer challenging and executive positions to women. They should 
test women’s management and use management consultants in their organization. Another suggestion 
is that all councils will be formed of the number of eligible women to increase the worthy 
representation of women on boards and committees. 
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